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SECRET.

Letter to Lieutenant General Richard D. Lawrence, USA

All of the above nominees are cleared to receive TOP SECRET

information, and we have initiated action to obtai

Our Office of Security will forward certification of clearances
directly to you.[::::ﬁ

Please forward all information and instructions for all
of our nominees in covering envelopes addressed to the Executive
Secretary, CIA Training Selection Board, Washington, D.C. 20505.

We appreciate the opportunity to nominate four candidates
from the Agency for the National War College and one candidate
for the Industrial College of the Armed Forces to attend the
courses commencing 5 August 1985. We have qualified candidates

standing by should other spaces become available to us in the
next few months.

Sincerely,

Chairman :
CIA Training Selection Board

Distribution:
Orig - Addressee

1 - ER
1 - DA/STO
1 - DI/STO
1 - DO/STO
1 - DS§T/STO
1 - CCS/0SB
2 - DTE

5 - OTE/TSD/ETB

1l - OTE/Registry

3 - ES-TSB

B

ES-TS

(24Jan85)
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. DEPARTMENT OF DEFENSE , .
NATIONAL DEFENSE UNIVERSITY Executive Registry
WASHINGTON. D.C. 20319 84- 9463
REPLY TO October 12, 1984

ATTENTION OF:

Personnel and Administration Division

Honorable William J. Casey
Director

Central Intelligence Agency
Washington, D.C. 20505

Dear Mr. Casey:

Each year the National Defense University extends invitations to agencies
outside Department of Defense to nominate candidates to attend the courses at
both the National War College and the Industrial College of the Armed
Forces. This year it is a pleasure to invite you to nominate four candidates
for the National War College and one candidate for the Industrial College of
the Armed Forces to attend the courses commencing August 5, 1985.

The U.S. Office of Personnel Management has agreed that completion of the
10-month resident course at the National War College and the Industrial
College of the Armed Forces exempts participation in the Executive Development
Seminar and enables civilian employees to be certified as managerially
qualified for a Senior Executive Service Appointment. A copy of the Office of
Personnel Management letter dated July 18, 1984 addressing this exemption is
enclosed. To assist you in the selection of candidates, I have enclosed an
extract from the Department of Defense instruction which establishes the
criteria for selecting Department of Defense civilian employees as students.

A key part of the learning process at the National Defense University is
the exchange of ideas, knowledge, and experiences among the military and
civilian students who represent a variety of agencies and functional
activities. It is especially important that each nominee considered is a
career executive who can be expected to continue in Government Service and
attain future positions of high responsibility.

To insure that students are identified and curriculum established, there
are two critical dates: nominations must be received not later than March 15,
1985; and each nominee must have a final TOP SECRET clearance and have
initiated a Department of Energy "Q" clearance and a Special Background
Investigation or equivalent for access to SCI not later than May 1, 1985. We
also request that each nominee furnish a copy of his/her personal history.

Please feel free to have your staff contact my Registrar at 693-8623 if
they have any administrative questions.

T-110

v 7111
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I am confident that the participation of your personnel in our program
will be mutually beneficial.

Respectfully,

Rgehard D. Lawrence

Lieutenant General, U. S. Army
President

Enclosures
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Federal Personnel Manual System
Published n advance

FPM letter 412-4 Of INCHIpotatnr in FPas
Chapter 412

RETAIN UNTIL SUPERSEDED

SUBJECT: Executive, Management, and Supervisory Development

FPM Letters 920-2, -3, -7, =9, -11, =12, -13, and -15- : ;
are superseded, Washington, D (¢ 202:F

N T o : . July 18, 1%:z:
Heads ot Departments and Independent Establishments:

! . L

.
BRI S

1. Since the passage of the Civil Service Reform Act of 1978, many FPM letters
and bulletins pertaining to executive and manasgement development have been i{ssued.
A separate FPM chapter devoted solely to supervisory development has also been
{ssued. To clarify and consolidate the past FPN issuances on executive and manage-
ment development, as well as to reflect the natural progression from supervisory
development through managerial and executive development, OPM has produced a new
FPM Chapter 412 on Executive, Management, and Supervisory Development.

2. The purpose of this letter is to transmit the revised chapter and to clarify
vwhich FPM bulletins and letters regarding executive and management development are
obsolete (see attachment 1). This letter also rescinds FPM Chapter 411 on Super-
visory Developament.

3. The new chapter emphasizes how establishing a systematic process for developing
executives, managers, and supervisors is important to the goal of achieving the
most effective and efficient Government possible. In developing the new chapter,
provisions were included to either incorporate or address the Grace Commission's
recommendations on training and development services.

4, There are technically nc major policy changes, but rather a refocusing to make
OPM's guidance clearer and more cohesive. There is no change to Part 412 of
title 5, Code of Federal Regulations.

S, Previous FPM issuances had required SES Candidate Development Program partici-
pants to attend OPM's Executive Development Seminar unless specifically exempted.
The new chapter requires participants to attend & current, formal, interagency,
executive~level training experience approve’ by OPM. The Executive Development
Seminar is only one of several programs that now may be used to satisfy this re-
quirement. Attachment 2 contains the complete list of programs currently approved
by OPM.

6. Changes in the provisions for SES Candidate Developmeat Programs may have an
effect on current progran participants (principally in the areas of exemptions to
the requirement for attending the Executive Development Seminar and of length of
certification following completion of the program). 1In such instances, current

Inquiries: Office of Training and Development, Workforce Effectiveness and
Development Group  (202) 254-7086
Code:

412 - Executive Development
Distribution: PPy
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FPM Lettar 412-4 (2)

progran participants have the option of complying with either the previously {ssued requirements or
the nev requirements. Ilodividuals entaring a SES Candidate Development Program following the
effective date of this letter must coaply with the nev requiresents.

7. A copy of the nev chaptar {s attached (attachment 3).

——

D ) rt——
Donald J. Devine
Director

Attachments
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Attachment 1 to F?M Letter 412-4

This FPM letter supersedes several FPM letters in the 92) secries (Senfor Executive 3ervice). The
three previous FPM letters in the 412 serles werz superseded by other issuances in the past. To

avoid even the slightast chan
(from whatever source) FPM letters and bulletins in both t

ce for confusfon, this attachment lists all obsolete or suparseded
he 920 snd 412 series having to do solely

with executive, management, and supervigory development.

FPN Letter

920-2
920-3
920-6
920~7

920-9

920-11
920-12
927-13
920-15

412-1
412-2
312-3

FPM Bulletin

92041

412-1
412-2
412-3
4124
412-5

Subject

Monitoring Executive and Management Progria Plans

Merit Staffiag for SES Candidate Development Prograns

Criteria for Exceptions to Attendance at OPM's Executive Development Seminar

Discontinuance of Advance Qualification Reviev Board Certificitioa for thea
SES based on Denonstrated Executive Experience

Requirements for Qualification Review Board Review of 3raduates of SES
Candidate Deavelopment Prograas

Monitoring Executive and Management NDevelopment Programs Plans -- FY 1932

Criteria for Exceptions to Completion of OPM's Executive Development Seminar

Continuing Development of Sealor Executives

Management Development

suidelines for Execytive Development in the Federal Service
Executive and Management Development
Selecting Participants for Executive Developrent Prograas

Subject

SES Candidate Developament Prograas

Report of Executive and Managewent Developaent Activities
Proposed Regulations ou Executive Development

Relocstion of Berkaley Executive Seminar Center

Final Regulations on Executive and Management Development
Executive and Manajemeat Development
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Attschaent 2 to FP'{ Letter 412-4

Subsection 3-2b(2) of the new FPM Chapter 412 requiras participants {n s SES Candidate Development
Program to participate in a current, 'formal, intaragency, executive-level training exparienc:

approved by OPM. The trainiang experiences curreatly approved by OPM are: .
== the Executive Development Seminar offered by OPN,
-~ the regular program of the National War College,
- the regular programs of the Industrial College of ‘the Araed Porces,

-— the Contemporary Executive Developaent seainar at the George Washington
University,

- the Key Executive Program at the Aaerican University,

~= the 13-week Senior Executive Fellows Prograa at Harvard University's
Kennedy School of Government, and

—— the 7-week Senior Executive Education Program of OPM's Federal Executive
Institute (but only when prior written agreement has been made with the
Institute staff that the nrogram is to satisfy the requireament of
subsection 3-2b(2)).
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Attachment 3 th F24 Letter 4l12-4 (3)

FPA4 CHAPTZR 412

SUBCHAPTER 1. EXECUTIVE, MANAGEMENT, AND SUPEKVISORY DEVELOPMENT POLICIES

1-1. Executive, Hanagement, and Supervisory (£-M-S) Development.

Throughout the Federal government, serving the public intecrest requires nanajenent excsllence
~- managerial behavior that results in the successful implementation of agency policies and programs.
Executives, managers, and supervisors constituta the manageaent team in Federal ageancles. Main-
taining the quality and efficiency of Federal programs depends on the respnnsiveness of an azency's
managjement tesm, since its menbers direct the agency's employces who administer those prograns.
Achieving and sustiining management excellence within a management team requires that an a3ency
ensure appropriate levels of expertise among its managers through manageaent development, which
recognizes that the competencies required of successful managers are genarally distinctive and may

not have been acquired 4in the circumstances of 3 specialized career or technical occupation.

a. Purpose of Development. E-M=5 development is 3 systematic process whereby exacutives,

managers, and supervisors achieve manazement excellence by mastering the competencies that will
allow their orzanizations to fmprove effectiveness and efficiency while responding flexibly to nes
demands. The development of executives, managers, and supervisors {s not a remediial process but a

positive strategy to increase excellance ia government.

b. Management as a Profession. The vast majority of managerial positions are filled by men

and women selected because of technical qualifications demonstrated in a specialized profession or
career field. The nature of managerial competencies, however, establishes management 3s a distinct

second profession for which the technical competencies of the first profession become collataral.

The managerial role must be prepared for with careful deliberation and analysis. Recognition of
the need for additional preparation {n this “second career” is the basis for the required proba-
tionary period for newly appolnted gupervisors and managers in the competitive service, and the

requirements to develop members of and candidates for the Senior Executive Service (SES).

1-2. Legal and Regulatory Basis.

Policy and practice in the aresof E-4-3 development are grounded {in a synthesis of three

separate but complemgntary areas of statute and regulation concerning training, probationary periods,
and management development.

a. Executive, Management, and Supervisory Training. 5 USC 4193 requires agency heads to

establish training programs t» increase economy and efficiency in the operation of the agency and
to raise the standards of employees' performance of their officfal duties to the maximum possible
level of proficiency. More specificelly, 5 CFR $410.201 requires agencies to review short- and
long-ternm training program needs by occupations, organizations, or other appropriate groups. An
agency's management team of its executives, managers, and supervisors represents one such group or

occupation for whom these standards of performance and training needs must be addressed.

Sanitized Copy Approved for Release 2009/12/01 : CIA-RDP87M00539R003205220001-4
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Attachment 3 to FP4 Letter 412-4 (%)

b. Probationary Period for Supervisors and ‘fanagers in the Competitive Service. With the ainm
of providing for good administration of the Federal government, 5 USC 3321 establishes a mandate
for a period of probation before inftial appointment as a supervisor or manager in the cowmpetitive
service becomes final. OPM takes this to’ mean that agencies have an obligation to consider the
competencies and possible development needs of newly appointed supervisors and managers duriag this
trial period.

¢. Management Development. Under 5 USC 3393(c)(2) and 3396, agencies with SES positions must
establish programs for the development of candidatss for snd incumbent members of the SES; 5 USC 3397
authorizes OPM to prescribe regulatory guidsnce for these prograns. Under 5 USC 4118, OPM has the
respousibility to {ssue regulations containing the principles, standards, and related requirements
for agency training programs. Consistent with these statutory authorities and obligations, 5 CFR
Part 412 requires agencies to establish executive and sanagement development programs to identify
and address the development needs of their management teans, and provides criteria for those
prograus.

1-3. Program Coverage and Definitions.

To define the target groups for E-M-S development programs adequately, two sets of criteria
should be considered: one i{s based on the level of management responsibilities and the other on
categories of managers at each level.

a. Level of Management. Managers at different organizational levels are designated as execu-
tives, managers, and supervisors, consistent with other uses of those teras by OPM. Distinctions
betwesn levels are made most clearly in terms of differences in the substance of jobs at each
level. That is, at higher levels, job duties and requirements change in scope and breadth and aot
Just in their intensity or technical subject matter. Thus, if a person moves from supervising
three people to supervising thirty, but the job still tequires only a narrow focus on immediate
work unit production, the person is still considered & supervisor.

(1) Criteria for defining executive positions are set forth i{n 5 USC 3132(a)(2). The
duties and responsibilities of such positions must be classifiable above the GS/GM~15
level.

(2) Managerial and supervisory 66.1(100' are defined in accordance with the Supervisor
Grade-Evaluation Suide published by OPM. Those definitions can also be iouna in
subchapter J of FPN Chspter 315, "Probation on Initial Appointment to s Supervisory
or Managerial Position.”

b, Catsgories of Managers. For any level of management, three groups of people can be iden-
tified who may have different development requirements:
(1) Incumbent executives, nanagers, and supervisors;

(2) Recently selected executives, managers, and supervisors (i.e., those for whom the
nature of their new position is substantially different, as described above); and

(3) 1Individuals with the potential to become executives, managers, and supervisors when
vacancies occur.

c. Target Groups. By differentiating target groups using these criteria (and other relevant,
ageacy~specific criteria), agencies can define development needs more appropriately. The needs of

the new supervisor can be distinguished from those of an incumbent supervisor or a new manager.
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Attachment 3 to FPY Letter 412-4 (3)

FP4 SHAPTER 412

SUBCHAPTER 1, EXECUTIVE, MANAGEMENT, AND SUPEKVINORY DEVELOPMENT POLICIES

1-1. Executive, Hanagement, and Supervisory (£-M-S) Development.

Throughout the Federal governmeat, serving the public intecest requires manajenent excellence
-- managerial behavior that results in the successful {mplementation of agency policies and programs,
Executives, managers, and supervisors coastitute the wmanageaent team {n Federal ageancles. Maina-
taining the quality and efficiency of Federal projrams depends on the responsiveness of an azency's
managenment team, since its menbers direct the agency's employces who administer those prograns.
Achieving and sustilning management excellence within a management team requires that an agency
ensure appropriate levels of axpertlise among its managers through manageaent development, which
recognizes that the competencies required of successful managers are generally distinctive and may

aot have been acquired in the circumstances of a specialized career or technical occupation.

a. Purpose of Development. E-N~5 development is a systematic process whereby executives,

managers, and supervisors achieve manazement excellence by mastering the competencies that will
allow their organizations to improve effectiveness and efficiency while responding flexibly to neus
demands, The development of executives, managers, and supervisors is not a remeifal process but a

positive strategy to increase excellence in government.

b. Management as a Profession. The vast majority of managerial positions are filled by men

and women selected because of technical qualificatioas demonstrated in a specialized profession »or
career field. The nature of managerial competencies, however, establishes management 3s a distinct

second profession for which the technical competencies of the first profession become collateral.

The managerial role must be prepared for with careful deliberation and analysis. Recognition of
the need for additional preparation {n this "gecond career” is the basis for the required proba-
tionary period for newly appointed gupervisors and managers in the competitive service, and the

requirements to develop members of and candidates for the Senlor Executive Service (SES).

1-2. Legal and Regulatory Basis.

Policy and practice in the arean of E-¥-5 development are grounded in a synthesis of three
separate but complementary areas of statute and regulation concerning training, probationary periods,
and management development,

a. Executive, Management, and Supervisory Training. 5 USC 4103 requires agency heads to

establish training programs t» increase economy and efficiency in the operation of the agency and
to raise the standards of employees' performance of their official duties to the maximum possible
level of proficiency. More specifically, 5 CFR §410.201 requires agencies to review short- and
long-term training program nneis by occupations, organizations, or other appropriate groups. An
agency's management team of {ts executives, managers, and supervisors represents one such group or

occupation for whom these standards of performance and training needs must be addressed.
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Attachment 3 to FP4 Letter 412-4 (4)

b. Probationary Period for Supervisors and Yanagers in the Competitive Service, With the aim
of providing for good administration of the Federal government, S USC 3321 establishes a mandate

for a period of probation before initial appointment as a supervisor or manager in the coumpetitive
service becomes final. OPY takes this to’ mean that agencies have an obligation to consider the

competancies and possible development needs of newly appointed supervisors and managers during this
trial period.

¢. Management Development. Under 5 USC 3393(c)(2) and 3396, agencies with SES positions must
establish programs for the development of candidates for and incumbent members of the SES; S USC 3397
suthorizes OPM to prescribe regulatory Suidance for these programs. Under S5 USC 4118, OPM has the
respousibility to {ssue regulations containing the principles, standards, and related requirements
for agency training programs. Consistent with these statutory authorities and obligations, S CFR
Part 412 requires agencies to establish executive and management development programs to identify
and address the development needs of their sanagement teams, snd provides criteria for those
prograus.

1-3., Program Coverage and Definitions.

To define the target groups for E-M-§ development programs adequately, two sets of criteria
should be considered: one {s based on the level of managemant responsibilities and the other on
categories of managers at each level.

8. Level of Management. Managers at different organizational levels are designated as execu-
tives, managers, and supervisors, consistent with other uses of those terms by OPM. Distinctions
between levels are made most clearly in terms of differences in the substance of jobs at each
level. That is, at higher levels, job duties and requirements change in scope and breadth and not
Just {n their intensity or technical subject matter. Thus, {f a person moves from supervising
three people to supervising thirty, but the job still requires only a narrow focus on immediate
vork unit production, the person is still considered a suparvisor.

(1) Criteria for defining executive positions are set forth in 5 USC 3132(a)(2). The
duties and respoasibilities of such positions must be classifiable above the GS/GM-1i5
level.

(2) Managerial and supervisory positions are defined in accordance with the Supervisor
Grade-Evalustion Guide published by OPM. Those definitions can also be iouua in
subchapter 9 of FPM Chapter 315, "Probation on Initial Appointment to a Supervisory
or Managerial Position.”

b. Catsgories of Managers. For any level of management, thres groups of people can be iden-
tified who may have differsnt development requirements:

(1) Incumbent executives, managers, and supervisors;

(2) Recently selected executives, managers, and supervisors (i.e., those for whom the
nature of their new position is substantially different, as described above); and

(3) 1Individuals with the potential to become executives, managers, and supervisors when
vacancies occur.

¢. Target Groups. By differentiating target groups using these criteria (and other relevant,
agency-specific criteria), agencies can define development needs more appropriately. The needs of

the new supervisor can be distinguished from those of an incumbent supervisor or a new manager.
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Attachment 3 to FP! Letter 412-3 {5}

E-M-S development programs can then be tailored to increase their accuracy and impact. Figure !
depicts these management levels and types of people and shows how career progression occurs across

the management levels,
Figure 1.

THE FEDERAL MANAGEMENT TEAM:

TARGET GROUPS FO:= DEVELOPMENT,
RECRUITMENT SOURCES, AND CAREER PATHS

THE FEDERAL MANAGEMENT TEAM

TYPES OF PEOMLE:
SUPERVISORS MANAGERS EXECUTIVES
INCUMBENTS
RECENY
APPOINTMENTS
Eﬁﬂﬁ;cu&uuns
‘ i y OUTSIDE
GOVERN-
MENT

TECHNICAL
SPECIALISTS

K O RN

Y OO OO

.........................

NOTE: Each arrow represents input to the levels on the management team; width
of the arrow indicates relative frequency from each recruitment source.

1-4. Agency Roles.

Agencies must take the f{nitiative to ensure their own management excellence. At s minimum,
they should design and administer effective E~M-S development programs that conform to the specifi-
cations outlined in section 2-1, using OPM services and assistance as needed. Beyond that, however,
agencies should foster management excellence by establishing an envirounment where it 1is expected,

developed, recognized, and rewvarded.

1=5. OPM Role.

OPM's role is to provide leadership and direction to Federal agencies as they move to easure
management excellence within their nmanagement teams. This leadership involves setting policy and
offering guidance for the development of executives, managers, and supervisors, while monitoring
the Federal government's progress tcward achieving management excellence., OPM will fulfill this
role in partnership with the agencies by making a full range of services available for use as

needed (see section 2-2).
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Attachment 3 to FPM Letter 412- 4 (6)

SUBCHAPTER 2. E-M~S DEVELOPMENT PROGRAM REQUIREMENTS

2-1., General Requirements. -

Agency E-M-S development programs must:

a. Define E-M-S positions as part of a distinct second profession with competency require-
ments beyond those of a specialized occupational field.

b. 1Issue a statement of the agency's policies and strategies for achieving the management
excellence goal that best addresses the special features of the agency's aission and persoannel
needs at all organizational levels. This policy statement should be the primary vehicle for com-
municating the agency head's commitment to the "second profession”™ concept, and the funding and
staff levels needed to meet that goal.

¢c. Ensure that the development program(s) for executives, wmanagers, aund supervisors are
closely coordinated to provide consistency, build on a common competency base, and ninimize overlap
and unnecessary costs. Since Executive Resources Boards (ERB's) have specific operating respoasi-
bilities under 5 CFR $412.107 for agency executive and management development programs, they will
be the decision~making bodies that can assure this requirement is met through their strategic man-

agement of a cohesive development system for an agency's total management teanm,

d. Assess individual and sgency development needs for executives, managers, and supervisors
in terms of the competencies and characteristics required at each managerial level for the success-
ful implementation of policies and program initiatives.

e. Recognize the special importance of identifying and meeting individual development needs
as a person makes critical career transitions to become a new supervisor, new manager, Or new

executive; and establish meeting those needs as an agency priority.
£. Include both initial and continuing development of executives, managers, and supervisors.

g. Ildentify and plan for both short- and long-term agency management development needs using

projected workforce requirements aad potential changes in agency mission and goals.

h. Consider a variety of developmental approaches and strategies (formal training, mentoring,
coaching, rotational assignments, special work projects, long-term education and training programs,
etc.) in determining the best and most economical method of fulfilling individual development

needs.

1. Operate in a manner that ensures their full integration with the agency's other personnel
management programs and systems, such as recruitment, selection, compensation, performance manage-

ment, affirmative employment, position management, and forecasting wmanagerial resource needs.

j. Establish an evaluation system to assess both program and individual success in terms of
agency-developed criteria that address program cost, program impact on organizational and individ-

ual performance, and the extent to which other personnel subsystems are affected and streagthened.
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' ) Attachment 3 to PPN Letter 412- 4 (7)

2-2, OPM Leadership Responsibilities and Services.

To carry out {ts obligations under statute, OPM is responsible for providing the following
guidance and assistance:

a. Designing an E-M-S development approsch that permits tailoring systems and programs to
specific agency and individual needs, while still ensuring that the overall E~M-S developaent needs
‘of the Federal governaent are met.

b. Providing technical advice and assistance to agencies on how their needs and OPN's expec~-
tations can be met. ’

¢. Developing and maintaining a competency-based model of effective performance for Federal
executives, managers, and supervisors.

d. Providing methods and services for the systematic assessaent of E-¥=§ development
needs for agencies, groups, and individuals.

e.- Developing and maintaining a nationwide, competency-based curriculum for Federal execu-
tives, managers, and supervisors.

f. Conducting ongoing developmental efforts with agencies to identify and promote new manage-
ment techniques and practices and to incorporate these into E-M-S development,

g+ Monitoriang the performance of agency E~M-S developaent prograas.

h. Sharing information with agenéiés on the results of OPM and other agency efforts to
achieve management excellence in goverument.

1. Providing regulatory and FPM guidance as appropriate.

2-3. Program Monitoring and Evaluation.

The best interests of the Federal goverameat, as well as specific provisions of statute
(5 USC 3396(b)) and regulation (5 CFR $412.105), require that OPM and the agencies work together
to evaluate the benefits and costs of the E~M-S development programs in Pederal agencies.

a. Agency Requirements. Specifically, agencies are required to:

(1) Maintain adequate documentation of program efforts and costs to demonstrate that JPM
and agency E-M-S development policies are being implemented; asnd

(2) Submit progranm information to OPM as requested to assist in government-wide evalua-
tion efforts.

b. OPM Responsibilities.

(1) OPM will analyze Federal E-N-S development prograa trends and accomplistments using
available data base systems, results of periodic onsits agency reviews, and feeddack
from agencies received as part of E-M~S development program assistance. The results
of these analyses will be shared with ageacies and form the basis for OPM policy,
leadership init{atives, and requirements that may be established to assure the
developnent of management excellence in govermment.

(2) OPM will continue to work with agencies to implement the requirements of 5 CFR
Part 412 on executive and msnagement development,
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SUBCHAPTER 3. SPECIFIC E-M-S DEVELOPMENT PROGRAMS AND PROVISIONS

3-1. Development Programs for Specific Management Levels and Career Transitions.

By designing E~-M-S development progrnn; iccotding to the principles and requirements outlined
in this chapter, agencies will produce coherent, integrated systeas that i{dentify and address’
development needs throughout their management teams with activities tajilored to appropriate sub-

groups within those teaas. Such subgroups are already identified to some degree by specific provi-

sions in law and regulatioan. Examples of these subgroups and some or their relevant program and
development considerations are listed below.

a. Supervisors. Cousistent with 5 CFR §410.201(a)(3) agencies should counsider supervisors
as a group and project their short- and long-term training program aneeds,

(1) For new first-line supervisors, particular attention should be paid to developing
appropriate management competencies and characteristics for this initial stage of
their "second career”. Primarily, this {iavolves basic supervisory skills, and
effective communication and interpersonal relations. In addition, however, an
understanding of the Federal management role in general and how fadividual managers
contribute to achieving management excellence provides an important frame of refer-
ence for their new career.

(2) Incumbent supervisors should maintain those specific technical or professional
competencies that continue to play a major vole in their effectiveaess on the jobd.
Beyond this, loanger-tenured supervisors should develop advanced skills in guiding
and monitoring subordinates, including leadership skills ia taking actions to direct
their work units toward achieving results, Also, they should stay curreat with
government-wide initiatives that improve basic administrative and resource manaze-
ment systems.

b. Managers. 5 CFR $412.103(a)(3) and §412.107(e) require agencies to establish either opean
management development systems or selective management developnent systems (or both) for iancumbent
managers and specialists identified as having management potential at grades GS/GM~13 through 15.
To further progress toward affirmative employment goals, agencies may include employees at the

GS-12 level. Under 5 CFR §412.107(a), agency ERB's provide the overall planauing and management of
these programs.

(1) New managers will need development aimed at providing that incremeat of management
competencies and characteristics their broader job responsibilities require. They
need a clear understanding of their more direct role im implementing national poli-
cies and programs and its relation to supervisory and executive behavior. They must
reianterpret and adjust their existing skills and attributes to meet the demands of
this aew role. Some new areas of competency must be acquired, especially in func-
tioas like planning and evaluation, snd this management level often requires new
competencies for managing resources effectively uander various ceantral management
agency policies and programs. Finally, attridbutes like tenacity, flexibility, iai-
tiative, and vision must be cultivated and applied in new settings.

(2) Incumbent managers will need to keep abreast of technmological changes and relevant
policy and program initiatives. Those who make career traasitions within this level
(e.g., from staff to line positions or field to headquarters locations) will need to
assess the requirements of their new positions and develop new skills or broaden
their existing skills further. Senlor managers, too, need updating and advanced
practice in the behavior that has supported their management excellence in the past.

(3) Management candidates who have never held a supervisory position, i.e., specialists
identified as having management potential, may need opportunities to assess and
develop their basic supervisory skills.
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¢. Executives. The law is clearest on establishing agencies' obligatinn to provide systemn
atic development for and within the SES. The responsibility for developing STS members is shared
by the individual executives and thelr ageacy ERB's.

(1) locumbent SES Members. (a) 5 USC 3396(a) and 5 CFR $412.103(a)(1) rvequire ajencles
to establish programs for the continuing development of SES members. The ‘«most
effective executive performance combines highly developed management competencies and
chacacteristics with an up-to-date appreciation of the environment in which those
skills can be applied to serve the aational interest. That environmant {s a hizhly
complex world of constant change. Executives must be knowledgeable about such areas
as: technological developments, new legislation, {nnovative management practlces,
and current policy and program {ianitiatives. The SES individual developaent plan
(IDP) can serve as the priaary tool for eansuring executives maiatain currency in
appropriate areas.

(b) Agency prograas must fnclude the preparatioa, implementation, and regular
updating of an IDP for each SES member. The IDP requirement may be met by appending
a brief listing of developmental objectives and specific proposed developmental
activities to each senior executive's annual performance plan. An elaborate paper-
vwork system is not needed. The 1IDP should focus on assessing personal competencies
against the competencies required for optimum performance in the curreat Jr 3 pro-
spective position, especially those required for implementing national policies 214
program initiatives. The ERB must approve each plan. OPM encourages agencies to
use the IDP as a planning device to derive optimal performance from both SES meabders
and their organizations.

(2) SES Candidates. Under 5 USC 3396(a) aad 5 CFR $412.103(a)(2) and $§412.107(c),
agencies with positions in the SES are required to establish programs for the devel-
opaent of candidates for the SES. Agencies should focus primarily on individuals
just below the SES, at the GS/GM-15 level. Agency ERB's provide the overall direc-
tion and management .of these programs. Section 3-2 describes these programs .nore
specifically.

3-2. SES Candidate Development Programs.

NOTE: Because of ite epecific statutory responsibilities eoncerning the imple-
mentation of SES eandidate development programs in agencies, OPM took a strong
role in designing the requirements for these programs. The melative volume of
guidance provided for this program, compared with other programs and groups
listed in section 3-1, should not be interpreted as an indication of the level
of importance 9PM places on any of these programs. Many organizations, wusing
projected vacancies as a planning tool in designing and prioritizing development
programe for the total management team, could detemmine that the development of
their supervisors and managers has a higher resource priority.

a. Recruitment.

(1) Recruitment for SES candidate development programs is the first step in a selection
and development process that can result in appointment to the SES. As such, it is
subject to merit staffing procedures equivalent to those used for filling SES
positioas.

(2) Agencies may establish dual programs for SES candidate developaent, with appropriate
recruitment procedures for each. Oue program would be for developing candidates
serving in career or career-type positions. The other would be for developing can-
didates selected from outside the Federal government and/or from employees serving
in other than career or career-type appointments within the civil service.

b. Development Requirements.

(1) 1Individual Development Plan. Each participant {n a SES candidate development pro-=
gram must have an 1DP approved by the appropriate ERB. The IDP must identify the
developmental experiences designed to provide competeancy in the executive activity
areas considered in the executive qualifications review process.
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(2)

(3)

Specific Training Experience. Each 1pP must include participation {n o current,
ormal, Interagency, executive-level training experience with participants represen-

ting & varfety of Federal ‘agencies with a broad mix of missions. The training expe-

rience may be provided by either Goveranment or non-Government sources, but {t must

have prior, written OPM approval., The course of instruction must promote competence

and effectiveness by establishing :a working knowledge of executive roles in govern~

ment, particularly:

== the competency areas (or executive activity areas froa the qualifications review
process) concerning "Integrating Internal and External Issues” and "Representing
and Coordinating”;

= showing sensitivity to political, economic, and other non-technical factors; and

== approaching issues with a strategic view and broad perspective.

(a) Agencies may request OPM approval of a course or program by sending a
letter to OPM explaining how the program or course meets the criteria outlined
above. Requests should be sent to:

Assistant Director for Training and Development

U.S. Office of Parsonnel Manageament

1121 Vermont Avenue, NW

Washington, D.C. 20044
When & course or program {s approved, OPM will notify the agencies. OPM and the
ageacies are joiatly responsi{ble for monitoring approved programs to easure they
continue to meet the critertis. If 8 program no longer meets them, OPM will rescind
approval and notify the agencies.

(b) OPM will constder individual exemptions to this requirenent; however, OPM
considers participation in a current, formal, interagency, executive-level training
experience of such importance that exemptions to the requirement will be nmade only
under extraordinary circumstances.

Senior Advisors. Each Participant {n an SES candidate development program must have
an member as a senior advisor,: As the advisor's effectiveness depends greatly
on the compatibility of the lndividuals, agencies should try to {avolve both candi-
dates and advisors when initially assigning advisors or when considering changing
those assignnents. Advisors should provide a broad, long=ternm perspective, as well
as insight about the organization's manageament; help candidates prepare IDP's; help
arrange developmental assignments; and monitor the candidate's progress. Ageucies
Rust ensure that advisors are aware of these responsibilities and are properly
prepared to fulfill their roles. -

C. Certification.

1)

(2)

(3)

Once an individual has successfully completed an OPM-approved executive development
program, the ERB has nine months to-request the Qualifications Review Board (QRB) to
certify the {ndividual's qualifications for the SES. Ta obtain certification, the
ERB must submit the following documents:
(a) A completed OPM Form 1390, “Executive Personnel Transaction Form";
(b) A letter, signed by the Chairperson of the agency's ERB, containing:
== a brief appraisal of the graduate's performance during the progranm,
== a statement that the individual has successfully completed all IDP"
activities,
== the title, location, and date of the OPM-approved training experience,
and
= the ERB's approval of the submission; and
(c) A copy of the IDP linking the completed developmental activities with the
SES competency areas.

The ERB should sead the document Package to {ts SES agency officer at:
Office of Executive Personnel '
U.S. Office of Personnel Management
1900 E Street, NW
Washington, D.C, 20418

QRB certiffcation of an individual based on successful completion of an SES candi-
date development program will remain valid as s basis for initis] career appointment
to the SES for a period of 3 years, or until the date of initial career appointment
to the SES, whichever occurs first,
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CRITERIA FOR SELECTION OF CIVILIAN EMPLOYEES OF
THE DEPARTMENT OF DEFENSE FOR ATTENDANCE AT
THE JOINT COLLEGES

1. The opportunity of having civilian employees attending the joint college
affords the Department of Defense another means of assuring that key civilian
personnel are properly equipped to carry out responsible duties in the
Department. It is important that the necessary time and attention, including
the endorsement of the candidate by a high-level committee, be devoted to the
selection of nominees for this purpose, if the Department is to take full

advantage of this opportunity. In the selection, the following criteria will
be observed.

a. The employee must have an appointment without time limitation and
must have competitive status if employed in the competitive service;

b. The employee selected for the National War College or the Industrial
College of the Armed Forces must occupy a position in grade GS-15 or above.
In a few instances, employees in grade GS-14, who have demonstrated an
exceptionally high potential for advancement, may be considered for
selection. The employee selected for the Armed Forces Staff College must
occupy a position in grade GS-12 or above;

c. The employee must have demonstrated a potential for higher level of
responsibilities in the DoD;

d. The employee must have arrived at a point in his career development
where the specific educational opportunity offered by each of the colleges is
appropriate and desirable for his future development within DoD. Careful
consideration should be given to the employee's probable future assignments
and responsibilities and a judgment made concerning the applicability of the
college's program to his development;

e. Because of the extremely broad scope of the college courses,
employees nominated should have demonstrated a capacity to adjust themselves
readily to a variety of substantial fields, to master complex subject matter
quickly, to appreciate the problems and understand the implications involved
in economic, political, technological, administrative, and military planning;

f. One of the learning techniques used by the colleges is small group
activity. Employees nominated for attendance at one of the colleges should,
therefore, have demonstrated an adaptability for work in small groups as an
approach to the educational process;

g. The employee should possess the educational background, maturity, and
poise to meet on an equal footing with the other military students (Army, Air
Force, and Marine Colonels and Lieutenant Colonels, and Navy Captains and
Commanders at the National War College and the Industrial College of the Armed
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Forces; Army and Marine Corps Lieutenant Colonels and Majors, Air Force
Majors, and Navy Lieutenant Commanders at the Armed Forces Staff College).

h. The employee must have or be able to obtain clearance for access to
Top Secret information.

i. The employee must desire to attend the college.

jo In order for the DoD to profit by the investment in personnel who
take a course at one of the colleges, only employees who are expected to be
available for further service in the DoD upon completion of the course should
be nominated. Therefore, an employee nominated for the course must be
willing, if selected, to agree to remain with the DoD for a minimum period of
3 years upon completion of the course, or for such a portion of this 3-year
period as his services may be required.

2. Deviations from these criteria may be made only in exceptional cases if it
is considered to be in the best interests if the DoD, and then only upon

approval of the Head of the DoD Component concerned, or his designee for this
purpose.

3. In addition to meeting the criteria in 1 above, employees nominated for
The National War College should hold a position or be earmarked for one in
which the political military affairs curriculum of The National War College is
relevant. While specialists in technical or scientific matters are eligible,
experience has shown that such persons also must have a strong background in
the matters which are covered in depth in the curriculum. These include such
national security fields as: International Affairs, the relation of military
policy to foreign policy, the decision-making process, the US domestic
environment, US strategy, plus an array of elective courses relating to US
national security issues. The employee must have a broadly based educational
background and be intellectually capable of future senior level assignments in
planning, intelligence, and other joint activities, of the DoD, National
Security Council, Department of State, USIA, AID, ISA, CIA NSA, and other
national security-oriented agencies. The National War College program
requires a high degree of participation (oral and written) on national
security related topiecs.

4, 1In addition to meeting the criteria in 1 above, employees nominated for
the Industrial College of the Armed Forces must hold a position, or have been
selected for a later assignment to a position, which entails considerable
decision-making responsibility in the management of national security
resources, including the related economic, social, political, environmental,
technological, administrative and military factors. Further, the employee's
position should be one requiring an understanding in depth of the principles,

policies, operations, and organizations involved in national and international
security affairs.
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DEPARTMENT OF DEFENSE R83-5467 3

NATIONAL DEFENSE UNIVERSITY
WASHINGTON, D.C. 20319

REPLY TO
ATTENTION OF:

Office of the Adjutant General 9 November 1983

Honorable William J. Casey

Director

Central Intelligence Agency *
Washington, D.C. 20505

Dear Mr. Casey:

It is a pleasure to invite you to nominate four candidates to attend the
. course at the National War College and one candidate to attend the course at
the Industrial College of the Armed Forces commencing August 6, 1984. We
would appreciate having your nominations, to include a personal history, prior
to March 15, 1984,

To assist you in the selection of the candidates, I have enclosed an
extract from the Department of Defense Instruction which establishes the
criteria for selecting DOD civilian employees as students.

A key part of the learning process at the National Defense University:is
the exchange of ideas, knowledge, and experiences among the military and
civilian students who represent a variety of agencies and functional
activities. It is especially important that you consider each nominee a
career executive who can be expected to attain future positions of high
responsibility in government.

The U.S. Office of Personnel Management (OPM) has agreed that completion
of the 10-month resident course at the National War Coilege or the Industrial
College of the Armed Forces exempts participation in the Executive Development
Seminar and enables civilian employees to be certified as managerially
qualified for a Senior Executive Service Appointment. A copy of the OPM
letter dated February 25, 1981 confirming this exemption is enclosed.

Each student must have a Final Top Secret Clearance and have initiated a
Department of Energy "Q" Clearance and a Special Background Investigation or
equivalent for access to Sensitive Compartmented Information by no later than
May 1, 1984,

In order to insure that the students have the appropriate security
clearance and establish the curriculum for the Class of 1985, it would be
appreciated that any deletions or additions to the course be identified as
soon as possible, but preferably not later than June 1, 1984,

CTna
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Please feel free to have your staff contact my Registrar at 693-8623 if

they have any administrative questions.

I am confident that the participation of your personnel in our program
will be mutually beneficial.

Respectfully,

' :;Richaird 4. QW

Lieutenant General, U.S. Army
President

Enclosures
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Executive Registry

DEPARTMENT OF DEFENSE 85359

NATIONAL DEFENSE UNIVERSITY

WASHINGTON, D.C. 20319

REPLY TO October 1, 1985
ATTENTION OF:

Personnel and Administration Division

Honorable William J. Casey
Director

Central Intelligence Agency
Washington, D.C. 20505

Dear Mr. Casey:

Each year the National Defense University extends invitations to agencies
outside Department of Defense to nominate candidates to attend the courses at
both the National War College and the Industrial College of the Armed
Forces. This year it is a pleasure to invite you to nominate four candidates
for the National War College and one candidate for the Industrial College of
the Armed Forces to attend the course commencing August 4, 1986.

The U.S. Office of Personnel Management has agreed that completion of the
10-month resident course at the National War College and the Industrial
College of the Armed Forces exempts participation in the Executive Development
Seminar and enables civilian employees to be certified as managerially
qualified for a Senior Executive Service Appointment. A copy of the Office of
Personnel Management letter dated July 18, 1984 addressing this exemption is
enclosed. To assist you in the selection of candidates, I have enclosed an
extract from the Department of Defense instruction which establishes the
criteria for selecting Department of Defense civilian employees as students.

A key part of the learning process at the National Defense University is
the exchange of ideas, knowledge, and experiences among the military and
civilian students who represent a variety of agencies and functional
activities. It is especially important that each nominee considered is a
career executive who can be expected to continue in Government Service and
attain future positions of high responsibility.

To insure that students are identified and curriculum established, there
are two critical dates: nominations must be received not later than March 15,
1986; and each nominee must have a final TOP SECRET clearance and have
initiated a Department of Energy "Q" clearance and a Special Background
Investigation or equivalent for access to SCI not later than May 1, 1986. Ve
also request that each nominee furnish a copy of his/her personal history.

Please feel free to have your staff contact my Registrar at 475-1996 if
they have any administrative questions.

Sanitized Copy Approved for Release 2009/12/01 : CIA-RDP87M00539R003205220001-4 '

-7/



Sanitized Copy Approved for Release 2009/12/01 : CIA-RDP87M00539R003205220001-4

-2a

I am confident that the participation of your personnel in our program
will be mutually beneficial.

Respectfully,

/@'d D. Lawrence

Lieutenant General, U. S. Army
President
Enclosures
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CRITERIA FOR SELECTION OF CIVILIAN EMPLOYEES OF
THE DEPARTMENT OF DEFENSE FOR ATTENDANCE AT
THE JOINT COLLEGES

1. The opportunity of having civilian employees attending the joint college
affords the Department of Defense another means of assuring that key civilian
personnel are properly equipped to carry out responsible duties in the
Department. It is important that the necessary time and attention, including
the endorsement of the candidate by a high-level committee, be devoted to the
selection of nominees for this purpose, if the Department is to take full

advantage of this opportunity. In the selection, the following criteria will
be observed.

a. The employee must have an appointment without time limitation and
must have competitive status if employed in the competitive service;

b. The employee selected for the National War College or the Industrial
College of the Armed Forces must occupy a position in grade GS-15 or above.
In a few instances, employees in grade GS-14, who have demonstrated an
exceptionally high potential for advancement, may be considered for
selection. The employee selected for the Armed Forces Staff College must
occupy a position in grade GS-12 or above;

¢. The employee must have demonstrated a potential for higher level of
responsibilities in the DoD;

d. The employee must have arrived at a point in his career development
where the specific educational opportunity offered by each of the colleges is
appropriate and desirable for his future development within DoD. Careful
consideration should be given to the employee's probable future assignments
and responsibilities and a judgment made concerning the applicability of the
college's program to his development;

e. Because of the extremely broad scope of the college courses,
employees nominated should have demonstrated a capacity to adjust themselves
readily to a variety of substantial fields, to master complex subject matter
quickly, to appreciate the problems and understand the implications involved
in economic, political, technological, administrative, and military planning;

f. One of the learning techniques used by the colleges is small group
activity. Employees nominated for attendance at one of the colleges should,
therefore, have demonstrated an adaptability for work in small groups as an
approach to the educational process;

g. The employee should possess the educational background, maturity, and
poise to meet on an equal footing with the other military students (Army, Air
Force, and Marine Colonels and Lieutenant Colonels, and Navy Captains and
Commanders at the National War College and the Industrial College of the Armed
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Forces; Army and Marine Corps Lieutenant Colonels and Majors, Air Force
Majors, and Navy Lieutenant Commanders at the Armed Forces Staff College).

h. The employee must have or be able to obtain clearance for access to
Top Secret information.

i. The employee must desire to attend the college.

Jj. In order for the DoD to profit by the investment in personnel who
take a course at one of the colleges, only employees who are expected to be
available for further service in the DoD upon completion of the course should
be nominated. Therefore, an employee nominated for the course must be
willing, if selected, to agree to remain with the DoD for a minimum period of
3 years upon completion of the course, or for such a portion of this 3-year
period as his services may be required.

2. Deviations from these criteria may be made only in exceptional cases if it
is considered to be in the best interests if the DoD, and then only upon
approval of the Head of the DoD Component concerned, or his designee for this
purpose.

3. In addition to meeting the criteria in 1 above, employees nominated for
The National War College should hold a position or be earmarked for one in
which the political military affairs curriculum of The National War College is
relevant. While specialists in technical or scientific matters are eligible,
experience has shown that such persons also must have a strong background in
the matters which are covered in depth in the curriculum. These include such
national security fields as: International Affairs, the relation of military
policy to foreign policy, the decision-making process, the US domestic
environment, US strategy, plus an array of elective courses relating to US
national security issues. The employee must have a broadly based educational
background and be intellectually capable of future senior level assignments in
planning, intelligence, and other joint activities, of the DoD, National
Security Council, Department of State, USIA, AID, ISA, CIA NSA, and other
national security-oriented agencies. The National War College program
requires a high degree of participation (oral and written) on national
security related topics.

4, 1In addition to meeting the criteria in 1 above, employees nominated for
the Industrial College of the Armed Forces must hold a position, or have been
selected for a later assignment to a position, which entails considerable
decision-making responsibility in the management of national security
resources, including the related economic, social, political, environmental,
technological, administrative and military factors. Further, the employee's
position should be one requiring an understanding in depth of the principles,

policies, operations, and organizations involved in national and international
security affairs.
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Federal Personnel Manual System

Chapter 412
SUB)ECT: Executive, Management, and Supervisory Development

Publishet 1 adhar(e

FPM le‘ter 412-4 O ngorpnrat o ar BB

1

|

RETAIN UNTIL SUPERSEDED |

rey Latters 920-2, -3, -7, =9, =11, =12, =13, #md =15

are superseded. ' \‘\ashmglun D (
. S - : T July 1e,

Heads of Deparimemé and lndependeht fstablishments

.
T

1. Since the passage of the Civil Service Refora Act of 1978, many FPM letters
sud bulletins pertaining to executive snd management development have been {ssued.
A separate FPM chapter devoted solely to supervisory development has also been
. {ssued. To clarify and consolidate the past FPM fssuances on executive and manage-
asaut development, as well as to reflect the natural progression from supervisory
- development through manageri{al and executive development, OPM -has produced a new
FPM Chapter 412 on Executive, Management, and Supervisory Development.

2. The purpose of this letter is to transmit the revised chapter and to clarify
vhich ¥PM bulletins and letters regarding executive and management development are
obsolete (see attachment 1). This letter also rescinds FPM Chapter 411 on Super-
visory Development. :

3. The new chapter emphasizes hov establishing a systematic process for developing
ammcutives, managers, snd supervisors is important to the goal of achieving the
. .most effective snd efficient Government possible. . In developing the new chapter,
- provisions wers.dncluded “to either imncorporate or address the Grace Commission's
- recommendatisms on .training and development services. .
. 4. -There. are.techrically no major poiicy changes, but rather a refocusing to make
. OPY's 'guidsnce tlsarer and wmore cshesive.: There 4is po change to Part 412 of
tttle.5, Code of Fedsral Regulations.

'S, Previous FPM issuances had required SES Candidate Development Program partici-’

pants to atténd OPM's Executive Development Seminar unless specifically exempted.
The new chapter requires participants to attend a current, formal, interagency,
executive-level training experience approve’ by OPM. The Executive Development
~ Seminar is only one of several programs that nov may be used to satisfy this re-
" . quirement. Attachment 3 contains ‘the couplete list of programs currently approved
by OPXM, .

6. Changes in the provisions for SES Candidate Developmeat Programs may have an
effect on current program participants (principally in the areas of exemptions to
the requirement for attending the Executive Development Seminar and of length of
certification following completion of the program). 1In such instances, current

Inquiries: Office of Training and Development, Workforce Effectiveness and
Developanent Group (202) 254-7086
Code:

412 - Executive Development
Distributinn- -]
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progras participsats have the option of complying with either the previously issued requirementsor
.. the .nev -yequirements. lodividuals entaring a SES Candidate Development Program folloving the
-affective data of this lstter sust coaply with the gev requiresents. : '

" 7. & copy 'sf the mew cheptar is sttached. {sttachment 3).

C__——Q“‘—{
: 7. 7~ Donald J. Dew
Director

Attaciments
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Attachuent 1 to 7PY Letter 412-4

This PPN lettar supersedes several FPM letrers ‘in the 920 saries (Senfor Executlve Service)., The
_three previous ¥PM letters in the 412 serles wure supurseded Dby other issuances in the past. To
avold even the slightest chance for confusion, this attachment 1ists all obsolete >r suparseled
(froa whatever source) FPM letters and bulletins in both the 920 and 412 series having to do sdlely
vith executive, managesent, aad supervisory jevelopnent. -

__FPY Letter Subject

920-2 Monitoring Executive and Management Progrid Plans

920-3 Merit Staffinyg for SES Candidate Developaent Prograas -

920~-6 Criteria for Exceptions to Attendance at 2PM's Executive Development 3eminar

920~7 Discontinuance 5f Advaace Qualification Review Board Certificatioa for th2
) SES based on Denmonstrated Executive Experience

920-9 Requirements for Qualification Revievw Board Review of 3raduates of SES

Candidate Deavelopment Programs
920-11 - Monitoring Execiutive and Management Developaent Prograas Plasns — FY 1032
- 920-12 °© Criteria for Exceptions to Completion of OPY's Executive ‘Development Seninar

92)>-13 : Continuing Development of Seaior Executives g

920-15 Managenent Developaent ‘ :

412-1 ’ Suidelides 4or Execyfive Developaent in the Federal Service

412-2 " -Execstive and Mansgement Development .

312-3. Selecting Participants for Executive Development Prograas

. _¥gd Bulletin _ Subject - ' o i

92041 - SES Candidate Devglopaent Prograas

‘4121 - '+ "Reporg of Execttive and Manazeaent Devalopaent vAc tivities

412-2 Proposed Regulations ou Executive Development

4123 Relocation of Berkaley Executive Seainar Caunter . -

4124 Pinal Regulations on Executive and Managemsnt Developeent

412-5 Exscutive and Managemeat Development
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Attachiant 2 to FP'{ Letter 412-4

. Subssction 3-25(2) of the nsw m ch-ptet 412-requirss participants ta 8.~ 5SS c.ndtdom Developaent
" Program to :psrticipate. ia a currant, ‘formsl, :intavagency, execstive-level training upu'hm
lppgovod by OPM. The tratning cxperlcncu currently upprovod dy OPM are:
- -==_ths Txscutive Development Smunar of fared by OPY,
- ¥ ~-r:=w ths regular progras of the National VWar College,
—- the regular progras of the Industrial College of the Araed Porcci,

-— t.he Coateaporary Executive Denloplent uli.nu at the George Washington
Uaniversity, :

T e sy = the Xey Executizs Program-at the Aasricen Hniwvarsity,

~= the l3—week's,eﬁlot Executive Fellows Progran at Harvard nnint.;tyfa
. Kennedy School of Goveroment, and

—— 'tha 7-week Senior. Lxscutive Zdscation Program of OPM's Tederal Executive
~Institute (but ouly when prior writtan egreasent has bsen made with the
; Institute staff that the prograa is to uthty the requiresent of
lubucuon 3-2b(2)). :
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Attachaeas 3 ¢y 724 _etter 412=-4 (3!

FP1 CH\PTER 412

SUBCHAPTER . EXECUTIVE, MANAGEYEWT, A9D SUPERVISORY, DEVELOPMENT POLICIES

1-1. Executive, Hahagenent, and Suycrvtnbrg (E=M=S) Development.

THroughout the Federal- government, sérviag the public intecest requires nanazenent axcsllence
== managerial hehavior ‘that redults in the successful impleaentstioa of agesacy policies iand programs..

‘Executives, managers, and supervisors toastituta the saaagezent tead in Faderal imencles. “aiq-

taining the quality and efficiency 9f Féderal projrans depends on the responsiveness of 1a ajency's
asnagement tesa, since its menbers direct the agency's eaployces who administer those progra=ns.
Achieving and sustiining asnagement excelleace within a manigement team requires thit an ajency

ensure ippropriate levels of axpertise among i{ts managers through 1aanageaent jevelnpment, which

‘racognizes that the competencies required of successful wmanagers are genarally distinctive and may

aot have been acquirsd in the rircumstinces sf 31 speclalized carees or technical otcupation.

as Purpose of Development.- .E-.\FS development 1is.a systematic process whereby oxscutizes,

. managers, and supervisors achieve manazenent excellence by masterin3 the competencies that will

allow their orzanizations to {zprove effectiveness and efficlency while responding flexibly to nes
denands. The developaent of executives, ‘managersy and supervisors is not a remeiial process bdut s

positiwe strategy ts Sncrease excallence ia-government.

e T ﬂnn;‘g:ent as a Profession.. The vast -jotity-ot matiagerial positions are filled by men

T and mn selactad kcnuu of techninl qual fimio'u. demonstrated in a specialized profession or°
- -carest fleld, "The nature of managerisl, coupetzntln. hovevt‘t, ‘establishes aanagemenz s a distinct

second profut{on for which the tectmical- tonpemcm of the first profession become collatarsl.

- Yh‘nmhl‘m.h aist be. prepared for uith areful delideration snd analysis. Recognitiou af
-the nsed for additional preparation {n this ~second career” is the basis for the required proda-
© tiomary poriod for nouly .ppolnnd .upetvison and managers in the competitive service, and the

requirenments to develop ulbers of and candidates for the Senior Bxecutive Service (SES).

1-2. Legal and Regulatory Basis.

Palicy and practice in the araa of E-¥-5 developaent are grounded in a synthesis of three

. sepacate dut compledgatary .ruup"f statute snd mgulatioa concerning training, probationary periods,
: emd asnagement developaent.

a. Executive, Management, and Supervisory Training. S USC 41)3 requires agency heads to

establish training programs tn increase economy and efficiency {n the operation of the sgency and
to raise the standards of smployees' performance of their official duties to the maximum possible
level of proficiency. More .pecificelly, 5 CFR $410.201 requires agencies to review short- and

- long-tern tralning program needs by occupations; organizations, or other apprc:ptute groups. An

agency's mnagement team of its executives, managers, and supervisors represents one ‘such 3roup O

occupation Por vhui these standards of performance and tralning needs aust be addressed.
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Attachment 3 to FP4 Letter 412-4 (4)

b. Prodationary Periol for Supervisors and Managers in the Competitive Service. With the aim

of providing for good.adainistration of the Fedarsl government, 5 USC 3321 establishes = mandate
-for 3 period of ~probation before -inizial -appointment as & _suparvisor or manager in the coapstitive
. sarvice becomas :finsl. _OPY ‘takes " this to.mean that- n;mus have an obligation to consider the
. compatancies and possible development needs of nculy nypoinud supervisors nnd unaga.n doring this

. trial pariod,

« .x B« Maneguwent Devalopment. Under 5 UST 3393(c)(2) snd 3396, agencies with SES positions aust

estadlish progranms for the development of candidatas for snd jncumbeat menbers of the SES; S5 USC 3397

‘authorizas OPM to prescride regulatory ;uidnnu for thess programs. Under 5 USC 4118, OPN has the

fesponsidillty 20 issue roguhtiono containing the principles, stindards, snd related uquiwunu

- .®

for agency . training programs. Consisteni with these statutory authorities and obligations, S CFR

-z » Tart 412 veguives spencies to establish sxacutive and sanzgenent. developesut prograas to i{dentify
-ond address -the dcvnlopnmt needs of -thetr: ummcnt r.utu. nm! provld“ -critaris for those

prograas.

’}‘-3._‘_ Progran Coverage and’ Minum. :

-To define the -target groups for. E-M=S davclomnt prograns adequately, two sets. of criterias
lbuld be considered: oane 1s based on the lsvel of managenent responsidilitiss snd the other on
<. Satagories of aanagers at esch level.

, ‘:,,- s~ @a . leval of nnn. eut.  Managers at Aiffersnt organisstionsi levels -ars designated-as execu-

:tm. managers; .sad supervisors, . consistang with othar wass-of r.hnn urn by OPM. Duttncuona
ma levels are. uda most clearly in -téras ol iuhrmn ta .the ub.une. of jobo at nch
-_.:-!».'IJ. ..‘Ih-& 1s,.at higher levels; -jod:dutiss sod. reguirensnts chenge in- scope ‘apd bresdth snd aot
- Jest ta their -intensisy -or ‘techuical’ ssbisct sattar. “Thus,: 11 = parson woves ‘from- superwising
thru people o oupcrvuin; thirty. dut the job still requires only a narrow focus on imnediste

. work m: production. the person {s still conudcrod a supervisor, )

)

Criteria for defining executive positions are set forth in $ USC 3132(a)(2). The

duties and responsibilities of such positions must be classifiable adbove - the GS/GM=15
level.

Managerial snd supervisory polltlono are defined in accordance vith the Su%rviuori

. Grade-Evalustion Suide published by OPM.  Those definitions can slso be
-‘-.AUSeEput 5 of FeN Chapter 315,. "Prodation on laitial Avpunmnt to s Supsrvisory

or Managerial Position,”

b. Categories of Managers. For any level of managenent, thres groups of people can be iden-

tified who may have different development requirements:

(1)

- {2).
-~ nsture of their new position 1: substantially diffcrcnt, as describad lbovc)‘ and

(3)

Incumbent executives, managers, and supervisors;

Recently selected executives, managers, and supervisors ({.es.,, thosa for whom the

Individyals with the . pot.entul to . bocom oxu:utivu, managers, and supervisors wvhen
vacancies occur. o

€. Target Groups. . By differentiating target groups using these criteria (and other relevant,
agency-specific criteria), agencies can define development needs more sppropriately. The needs of

the new supervisor casn be distinguished from those of an incumbent supervisor or s new manager.
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Attachmen: 3 to 724 Letter 412-4 (3¢

FP 1 C4NPTZR 412

SUBCHAPTER 1. EXECUTIVE{.'{ANAGE'{E‘IT, -ARD SUPERVISORY DREVELJIPHENT POLICIES

1-1. Executive, Hanagement, snd Supervisory (£-M-S) Development.

Throughout the Federal governmeat, serving the public interest requires nanazsaent axcellemce
-- mgnagerial behavior that results sn the successful inpleaentition of ageacy policies and programs.,
Zmscutives, mansgers, and supervisors constituta the asnageaent teaa in Faderal agsnciss. Wi~
tafniag the quality and efficiency of Federal prograns depends on the responsiveness of 1a ajency's
aanagement team, since its menbers direct the agency's eaployces <ho administer those orograss.

Achfeving and sustaining aanagement excellence within a 1anigenent teaa requires that an ajency

. ensure appropriate levels of expertlse among {ts managers through wanageaent djevelopment, which

- redognizes that the competencies required of successful nanagers are genarally distiactive an? may

not have been acquirsd 4in the circumstinces oY 3 specialized —Tareer.or tectmical occupation.

a. Purpose of Development.. - E-Y<3 development is a systematic process d<hereby exazcutives,
mamagers, aad supervisors athieve wansienent g&c’e’l‘leﬁcé by .-vut.eung the competencie; .thar will
allow their ‘organizatfons to faprove effectiveness and efficiency vhile respoading flexibly to nes
dl.ind:. The development c;f executives, managers, amd supervisors is not a treweiial process bat &
positive strategy to incresse excellence in governmenmt.

= 13.4 thagmt s a Profession. . The. nst'njorlty of msmagerial: positions are filled by n2en

;‘.m umn selctted becnuu of-. technlc;l qu-l‘.ficatlms denonstrated tn a specialized profession or

caresr field. ‘l'he nature of unégettol competencles. however, utatltrhe: sanagenent s a8 distinct
second profession fof which the techmical competenciqq of the first profession become collatarsl.

7 The sanagerial role wirst be prepared for with carsful deliberation and analysis. Recognition .of
= tiwfleed for a2dditiocdal preparatica in this “second career™ 1s the Basis for the required prote-

tionary period for newly ibp’oint'ed" _iupervfsors and managers in the competitive service, and the’

requiremeants to dcsieIOp members of and candidates for the Seaior Executive Service (SES).

1-2. Llegal and Regulatory Basis.

. Policy and practice in the aren of E-¥-3 denlopnent sre grounded in a synthesis of three

separate but compleasntary sfeas of. suut.e and teguhtidn concerning training, probationary periods,
snd wanagement 4evelopment,

a. Executive, Management, and Supervisory Training. 5 USC 4103 requires agency heads to
establish training programe t» increase economy and efficiency in the operation of the agency and

to raise the standards of eaployees' performance of their official duties to the maximum possible
level of proficiency. More specifically, 5 CFR §410.201 requires agencies to review short- and
long-term training program mseds by occupations, organizations, or other appropriate groups. 4n
agéncy's maragement team of its exacytives, managers, and supervisors represents ome such grogp or

occupation for whom these standards of performance and training needs must be addressed.
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Attachment 3 to FP4 Letter 412-4 (4)

b, Probationary Period for Supervisors and Mdanagers in the Competitive Service. With the ainm
-of providing for -good sdainistratisn of the Federal goveranment, $.0USC 3321. :e3tablishes & -sandate
_for 8 .period. of pmbauon before initial appointmant as a_supervisor or sanager- in the coapstitive
. seTvice ‘becomnes ﬂual.. UPY . takes this to wesn:that -sgencies heve an obligation to consider the

competencies and possidble donlopunt needs of newly appointed supcrvilon and aanagers durtn; this
trial miod. '

-as 3 P, ‘Yanagetent Development. Under 5 USC 3393(c)(2) and 3396, sgencies with SES positions must
nhbuth programs for the developaent of candidates for snd incuabeat members of the SES; 5 USC 3397

" suthorises OPM to prescribe regulatory guidance for thess programs. Under 5 USC 4118, OPM has the
. utp’ouib;uty to {ssue regulations containing the principles, standards, and related requirenents
. for agsucy trsining programs. Counsistent. umi these statutory authorities and obligatidns, S CFR
. ;_mun Tequires . agencies to eatadlish sxpcutive snd msasgenent developesnt prograns to tdentify

-- and address the. th\nlopncnz needs of thei{r msnagenent um, and pmid.n critaria _for those
prograns. - . - ,

R ok IS 'ogtan Covarage snd ‘Detinitiom

To define the target groups for E=M=S dcv-lomnt prograas sdequately, two sets of critsria
nbuld be considered: one {s besed on. the level of mansgenent responsibilities and the other om
by epu;oriu of aanagars at esch lsval.

o i Lop-8e, lavel of Msnagement. Managers uauﬁcmt orgenizsatione} lsvels ars designated as execu-
dm, nm;crs. sud w\rhm, mnutmt ut:h-chx apee:-of those tres. by. OPM. m:.um:tions
Nmn lcnll l:c udrmz cleariy in uru a! differences 1in the substance of jods at each
;:13'_&1- l‘hlt.h, ag_mm lsvels, job. mmw .abange iz scope sud -breadth and not
jut h.thtz -intensity ‘vx- tn:tniul ubjonutm. ‘!hu,dta peToon. noves froa supervising
ﬁr«. peopls to supervising thirty, but the job still requirss only ) narrov focus on immediste

- work mt.ytodu:tinn, the person is still considered a supervisor.

R (‘l) ‘Criteria for defining executive positions are set forth in S USC 3132(a)(2). The

‘duties wnd ‘respoasibilities of such positioas must be classifisble above the GS/5M=i5
1"‘1-

_7(2) Managerisl and supervisory pouiuon are defined 1n accordsnce with ths Supervisor

© - . 7% . Grade-Evaluation Guide published by OPM. = Those fefinitions can also s."f'mrr}

oL " ‘subchapter J of FPN Chapter 313,. "Prodtion oa_Initisl Appointaent to a Suparvisory
*  : <+ ot Managerial Position.”

b. Catagories of Managers. For any level of management, three groups of people can be {den-
tified who may have different development requirements:

(1) 1Iacumdbent executives, managers, and supervisors;

-.(2) . Recently selectsd executives, managers, and supervisors (i.e., those for whom the
. .-, nature of _their neuw position is substantially different, as descrided adove); and

{(3) 1Iandividuals with the poun:in'l _to .becoas axecutives, mansgers, and supervisors vhen
- vacancies occur.

c. Target Groups. By differentiating target groups using these criteria (and othef relevant,
ageacy-specific criteria), agencies can define development needs more appropriately. The needs of

the new supervisor-csn be distinguished from those of an incumbent supervisor or a new aanager.
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Attachment 3 to FP'y Letter 412-4 /%

E-M-S devalopment programs can then be taflored to {ncrease their accuracy and impact. Fig.re !
depicts thase nanagement levels anl typas of paople and shows how career progression onccurs acrToss

the management levels.

Figure 1.

THE FEDEZRAL MANAGEMENT TEAM:

TARGET GROUPS FO:. DEVELOPMENT,
RECRUITMENT SQURCES, AND CAREER PATHS

THE FEDERAL MANAGEMENT TEAM

TYPES OF PEONL
SUPERVISORS MANAGERS EXECUTIVES
MNCUMBENTS
RCIN
APPONSTIMENTS, N
m:wns C IR I i h i
). . ) 4 amm
‘ : GOVERN -
MENT

NOTE: Each arrow reptesents lnput to the levels on the umgenﬁt tesn; width
of the arrow indicates relative frequency from each recruitment source.

1-4. Agency Roles.

Agencies aust take the initiative to eansura. their own management axcellence. At s nminiwu-,

- they should design and. -chlnimr effective E-M-5 development prograas that cantors to the spezifi-

oatious outlined in section 2-1, using OPM services and assistance as needed. Beyond that, howmver,

agencies should foster management excellence by establishing an environment where it is expecte?l,
developed, recognized, and rewarded.

1-5. OPM Rols.

OPN's role {s to provide leadership and direction to Federal agencies as they move to eansure
management excellence within their management teams. This leadership involves setting policy aa:
offering guidance for the development of executives, managers, and supervisors, whiie nonitorir:
the Pederal government's progress tcward achieving management excellence. OPM will fulfill this

role in partnership with the agencies by making a full range of services availadie for use as
needed (see section 2-2),
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Attachment 3 to FPM Letter 412- 4 (6)

.. SUBCHAPTER ‘2. - E=-M-S DEVELOPMENT PROGRAM REQUIZEMENTS

--2=1., GCeneral Reguirements.

- Agency E-M=S developaent programs aust:

R " hﬁn. Z-#-5 positions as part of s distinct sacond - profassion with ctoapatency require-
-+ +wmots deyond those of a specialized occupstional field.

b. Issue a statement of the sgency's policies and strategies for achieving the aanagenment
uccl]:cncc‘ goal that best adiresses the spscial features of the agency's aission and personnel
needs .A! ail- organizational levels. This policy statement should be the primary vehicle for com

s:municetimg the agency head's comaitment ta.the “second profession” concept, and the funding and
~ .stmff lewels needsd 1o weet that goal.

c. Ensure that the, developaent: ptopmi(:), for exz;ntfves, managers, and supervisors are
--.closely coordinated to provide consistaacy, duild on l..cmh coupetency base, and winimize overlap
- _snd uunecessary. costs. Since Executive. Resources Boards (ERB's) have specific operating respoasi-
' .hiutm‘nndcr S CFR $412.107 for ageacy executive snd msnagement developaent programs, they will
«_.5a the decision-making bdodies .that can assure this requirement is met through their strategic man—
-~  agsment of 2 cohesiva developasnt systaa fmj &u agsucy's total management tesn.

S e . d.-'-um(:indi_vidml.nd ageacy deulog-ant‘"md: :for.axscotives,  managers, and nipervhon
.t mn,,nf-ti-__.ténpgunciu-and.chnnctgruutt-mm ‘gt.each managerial level for the success-
" . ful isplesentatign of policies ,.;id._ptnp;_u i_qlt,ig;;‘ei. C

.- --~7.*85 :Becognize the special importincs of ideatifyiny and wseting ladividual-devalopnent -mgeds -
=.~-as 8 person makes critical ‘career transitions to ‘becoms @ Dev supervisor, DNew BAUSEeT, “Or BV

- - axecutive; and establish meeting those uneeds as an agency priority. .

f. Include both initisl and coantinuing development of executives, managers, and supervisors.

g. ldentify and plan for both short- and long-term agency management development needs using
- . projected workforce requiremants and pountid crange_l in agency aission and goals.

. = ° - 9. ‘Consider a waristy of davelopaental spproaches and strategtes (formal tratuing, mentoring,
~ = coaching; rotational assignments, special work projects, long-term education end training programs,

etc.) in determining the bdest and most economical aethod of fulfilling individual developaent
needs.

i, Operate in a nmanner that ensures their full integration with the agency's other personnel
* - wanagement programs and systems, such as recruitaent, selection, compensation, performance manage-

_ment, affirmative employment," position -n‘nmgmnt, -and forecasting managerisl resource nseds.

§. Tstablish an evaluation system-to: assess both program and {ndividual success in terms of -
agency~developed criteria that address program cost, program impact on organizational sand individ-

ual performance, and the extent to which other personnel subsystens are affected and streangthened.
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2-2. OPM Leadership Responsibilities and Services.

To curry out {ts dbligatioas under statute, OPH 1i rsspoasible for providing the following
guidsnce and assistance:

s. Designing .d E-M=S develepament -appr&.ch that permits tailoriang systems aand prograas to
specific agency and iadividual needs, while _guu cnauring' that the overall E-N-S developaent needs
‘of the Pederal sovmci:t are aet, - - :

-.--». Providing technical adviee and sssistence to sgencies oa how thetr needs snd OPM's expec-
tatious can be met.

¢. Developing and maintaining a competency-based model of effective perforaance for Pederal
Oxocutivu managers, snd supervisors.

- d. Providing methods snd .services for the systematic. assessaent of %45 . davelopeent
needs for agencies, groups, and {ndividuals,

8. Devploping and maintainiag a satioowide, cpnpctnﬁcy-}uud,turﬂculu foi ‘Pederal execu-
tives, managers, sod supervisors. '

!. Conducting ongolng devclomni‘al _tffott;_nith agencies- to identify and pronote nev nanage-
sent tachniques sad pﬁcticu and to {ncorporate these into E-N-S development.

8+ - Monitoring the performance-of agency E-M-S developaeat prograss.

- . e, Staring isformation with -agencies~on the resalts of 0PN smd other agency efforts to

-. achiave management exeellence in goverament..

1. ‘Providing regulatory and reN guidance as appropriau.‘

. ¥3. Progmem Mouitortng sud Evslustion. .
The best isterests of the Tederal goverament, as vell a8 spectfic provisions: of statote

{3 USC 3396(d)) and regulation (5 cre $a12, 105), uquln that OPM and the agencies work together

to evaluate the benefits and costs of the E-M-§ development programs in Pederal agencies.

8. Agency Requirements. Specifically, agencies are required to:
{1). Maintain adequate docuaentation of progrsa efforts and costs to demonstrate that JPM
and agency E-M-S development policies aredeing implemented; and o

.. (2) Subdait program -information to OPM. as- requasted to assist {n government-wide evalwe-
tion efforts.

b, OPM Responsidilities.

(1) OPM will analyze PFederal E-M-S dcvolop-nt progras trends and accomplishments usiag
available data base systems, results of periodic onsits agency reviews, and feedback
from agencies received as part of E~-M-S development progras auhnncc. The results
of thess snalyses will be shared vwith agencies and form the dasis for OPM policy,
leadership {nitistives, -and requirssents that may be established to assure the
development of managenment excellence in government.

(2) OPM will contimue to work with agencies to implement the requirements of 5 CFR
Part 412 on executive and managenent dcveloment.
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SUBCHAPTZR 3. SPECIFIC E-M-5 DEVELOPMENT PROGRAMS AND PROVISIONS

. .3=1. ' Development Prograns for Specific mwt Levels and Career Transitioms.

.3y dasigaing T-A=S developaent mgms icm to-the principles snd requirements outlined
in this chapter, agencies will produce coherent, {ntegrated systams that identify and address’
developmant assds throughout thair aanagement tesns with activities tailored to appropriate subd-

." - grompe within thoes tesas.. Such subgroups sve slveady fdentified to soss degres by specific provi-
- sions {an lav and regulatioa. Examples of these sudgroups and sose or their relevant program and
development considerations are listed belowv.

a. Supervisors. Cousisteat with 5 CFR $410.201(a)(3) ageacies should coansider supervisors
=8 8 group and project their short- and lbn'g-um trasiaing program needs.

Tt {1) Tor new first-liné supervisors, particular stteation shonld de paid to developing
o appropriate msnsgesent competencies and characteristics for this i{nitial stage of
their "second career”.. Primarily, this {ovolves basic' supervisory skills, ‘and
effective communication and interpersonal relations. Ia addition, however, a2
understanding of the Pederal managesent role in general and how individual nanagers
contribute to schisving management excellence provides sa {aportant frame of refer-
ence for their nev career. : ’

'(2) Inceabent wpci-vison - should maintain those specific technical or professional

<ot coapetencies that contiaue to pley a major role in their effectiveness on the job.

. Beyond this, longer—tenared supervisors should develop advanced skills ia gulding

- _ - snd monitoring subordinates, iacinding leadership skills in taking actions to direct
CTe - . their work units toward schieving results, Also, they should stay curreat with !

N Coe * govermment-vide. initiatives that improva .basic administrative -snd resource asnaze-

: .~ ment systeas.. . - I L S AT -
to ot b, - Manmgers.’’S éﬁ:ihi!;lﬂ(;)@)?ﬁﬂ}im;‘lmt"‘c_):._m:qhtﬁ,t_;mw_to wstablish either open
- 2mdDSgenent duevelopeant -sysStens. ur."izlecibéiwt,hﬁlm&rm“.(w'. soth). for incwabent  °

" ‘aanagers snd specislists ideatiffed as having sanagement potential at gialdes GSfGM-13 through 15.

To further progress toward affirmative employment goals, agencies may include employees at the

GS-12 level. Uoder 5 CFR $412.107(a), agency ERB's provide the overall planning and management of

these prograas.

- (1) Nev managers will aneed development aimed at providing that iacremeat of amanagenment’
co-peuncte'l and characteristics their broader job responsibilities require. They
need s clear understanding of their more direct role in implessnting nationsl poli-
cies and prograss and its relation supervisory snd executive Sehavior. They sust
rethterpret and adjost their existing:skills snd attributes to meet the dessnds of
this new role. Some new areas of competency aust be acquired, especially in func-
tions like planning and evaluatioa, and this management level often requires nev
competencies for managing resources effectively under various central manageaent
agency policies and programs. Finally, sttributes like tenacity, flexibility, ini-
tiative, and vision must be cultivated and applied in nevw settings.

(2). Incumbent managers will ueed to keep abreast of technological changes and relevant
" policy snd program iniziatives. Those who make career transitions within this level
(e.g., from staff to line positioas or fleld to hesdquarters locations) will meed to
assess the requirements of their nev positions and develop new ski{lls or brosden
their existing skills further. Senior managers, too, need updating aud advanced
‘practice in the behavior that has supported their management excellence in the past.

(3) Management caandidates who have never held a supervisory positioa, {.e., specialists
{dentified as having management potential, wmay need opportunities to assess and
develop their dasic supervisory skills.
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c. Executives, The law {s clearest on establishing agencies’ obligation t> provide sysier
‘atic developnent for and within the SES. The responsibility for developing SZS wmembers is shired
by the imdividusl executives and their sgeacy ERB'S. ' ‘

(1) locambedt- SES Mewbers. -(a) * 5 USC 3396{(a) ‘and 5 CFR $412.103(a)(1) require ajencias
to establish programs for the comtinuing development of SES members. Tae <wost
effective executive performance combines highly developed manageaent competencies ant
chacstteristics with an up-to-date appreciation of the snvironment in which those
skills can be applied to serve tiwm astional inierest. That eanviromm=nt is a hizhly
‘complex world of constant change. “Txecutives msst be knowledgeable adbout such areas
as: tachnological developsents, new legislation, {onovative amsgenent practices,
and current policy and progran initiatives. The SES individual developaent plan
(IDP) can serve as the prisary tool for sasuring executives asiatain curreacy in
appropriats areas. .

(b) Agency prograas must include the preparation, ispleaentation, and regular
updating of aa IDP for aach SES sember. The IDP requireament may be met by appending
a brief listing of Adevelopaental objectives and specific proposed developmental
activities to esch senior executive's annoal performance plan. An elaborste psper

. work system is not needed. The TOP should focus on assessing personal ctompetencies

- agaiunst the competerdcies "required. for dptimum -performance {a the current Jr 3 pro-
spective position, especially those required for faplesenting national policies ani
program initiatives. The EXB-sust spprove each.plan. - OPM ‘encouyrages agencies to
use the.IDP-ds & planning ‘Bavice to derive optimal perfoérmance from .both SES meaders
and .their organizations. ‘

- (29 SES Candidates.  Undeg: $° pSC 3396(a) #nd 5 CFR $412.103(a)(2) "and $412.107(¢),
ageancies vith positions-in the SES are required to establish prograss for the devel-
opaent of ‘candidates fer the SES. . Agencies should focus prisarily on individuals

. just below the SES, at the: GS/5M-15" level. - Agency ERB's provide the owverall direc—
v. "3 - tisn and:asnmagesent of thEse prograas. "Ygction 3-2.'descrides these. progrsis AoTe
© - spacifically. -

3-2. SES Candidate Bevelopuent Prograss.

. NOTE: .Because of its spéoific statutory responsidbilities eomecerning the imple-

SO A sisr of SES ‘eandidate development progiams in agencies, OPM took-a strong

: vole in designing the requivemmts for these programs.” The relative volume of

guidance provided for this program, compared with other :programe and grouDE

lieted in section 3-1, shoul® not be- interpreted as 1 iwdication of she level

of importance OPM places on- any of these programs. . My onganizations, using

projected vacancies a8 a planning tool in designing awl prioritizing development

prograns for the total.mamagement team, eould determine that -the development of
their supervisors and managers has a hir“er resource priority.

- 8« _Recruitment. .

T T e () Recruithent. for SES candidate developmsat prograss 1s the firs: step 1n a selection
- snd development process that can result im sppointsent to the SES. 4s such, 1t is

subject to serit staffiag procedures equivalent to- those used for filt¥ax 3ES
positions,.

{(2) Agencies aay establish dual programs for SES candidate development, with appropriate
recruitnent procedures for esch. Oue program would be for developing candidates
serving in career or career-type positions. The other would be for developing can~
didates selected from outside the Federal goverument and/or from enployees serving
io other than career or career—type appointments within the civil service.

b. Development Reguirepents,

(1) 1Individual Development Plan. Each participant in a SES candidate development pro-

gram must have an IDP approved by the appropriate ERB. The IDP must identify the

" developaental experiences designed to provide competency in the executive activity
sreas considered in the executive qualifications review process. ’
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(2) Specific Training Experience. Each IDP aust foclude participation in o curreat,
ormal, iateragency, executi{ve-level traiaing experience with participants represen-
. - ting & wvariety of Federal agencies vith a.broad mix of aissions. The trainiag expe-
.. tience may . be provided by either Eovernaent ar ‘aon-Government sources, but it must
. have prior, written OPt approval.. The.course of instruction sust proaote competence
‘and effectiveness by establishing a working knowledge of executive roles in govern-
- ment, particularly:
= the competency areas (or executive activity aress fros the qualifications review
.process) coacerning “Integrating ‘laternal ‘and External Issues™ and “Representing
and Coordinating”; o
., showing seasitivity to politicel, economic, end 9ther non-technical factors; and
*i ~ 7~ spprosching issues with a strategic view and broad perspective.

{a) Agencies may request OPM approval of a course or progras by sending a
letter to OPNM explaining how the program or course meets the criteria outlined
sbove. Raquests should be sent to: , )

Assistant Director for Training and Developaent
D.S. Office of Personnel Manageasent
.. - 1121 Vermont Avenue, W
dashingon, D.C. ' 20044
When a course or prograa 1s approved, OPM will notify the agencies. OPM-mnd the
sgeacies are jointly reésponsible. for- wonitoring approved programs to ensure they
. continue to meet the criteris. If a prograa oo louger meets them, OPM will rescind
" approval and notify the agencies. ‘
~ (d) " opM will conaider 1andividual sxemptions to this Tequirenqnt; however,. OPM
considers participation in a current, fornal, interagency, sxecutive-level training
expérience of such importance that exemptions to the requiresent will be made only
under extraordinary circuastances.

(3) Senjor Advisors. EFach participant iu en SES candidate development progras must have

an - I 83 a senior advisor. As the advisor's effectiveness depends greatly

.. oa the compatidility of the. individuals, agencies should try to iavolve both c¢andi-

. ~_ datas and: advisors when initially sseigning advisors or ‘when- considering changing

R " 'those sssignments, Advisors ‘mbould groyide a. brodd,. loag-tarn perspective, as well
7R du fusight about the orgauisation's saoagesenti:halp. candidatas prapete 10P's; help R
... - o Afrange developmantal ‘assignments; od aoqitor. the ccandidete's prograes, Agencies = - - .
.. i mult sngure thet -wdvisars are. puare of thess _responsibilitiey and . ara properly .

ec Vs o prepared: to fulf11) their roles. :

t. Certification.

(1) Once an {ndividual has successfully completed an OPM-approved executive developament
- program, the ERB has nine months to request the Qualifications Review Board (QRB) to
certify the individual's qualifications for the SES. Ta obtain certification, the
ERB amust submit the following documents:
(a) A completed OPM Pora “1390, “Executive Personnel Traasaction Fora”;
(d) A letter, signed Dby the Chairperson eof the agency's ERB, containing:
- .. —. & brief appraissl of the Sraduate‘’s performance during the progrua,
‘- -+ == a' statewent. that the individual has successfully completed all IDP
T ‘activities,
== the title, location, and date of the OPM-approved training experience,
and

= the ERB's approval of the submission; and

(c) A copy of the IDP linking the completed developmental activities with the
SES comspetency areas.

{(2) ‘The ERB should send the document package to its SES agency officer at:
. Dffice of Executive Personnel
U.S. Office of Personnel Management
1900 E Street, N
¥ashington, D.C. 20415

(3) QRB certification of sa individual based on successful coapletion of an SES cendi-
date development program will remain velid as a basis for initisl career appointment
to the SES for a period of 3 years, or until the date of initial cerger appointment
to the SES, whichever occurs first.
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